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BACKGROUND: Several factors including emotional intelligence affect the efficiency of people. It 
seems that organizational behavior of each person is strongly influenced by emotional intelligence. 
Therefore, the present study is aimed to examine the relationship between emotional intelligence and 
organizational citizenship behavior in critical and emergency nurses in teaching hospitals supervised by 
Kerman Medical University in Southeast of Iran. 
METHODS: This study employed a descriptive cross sectional design. A census sample consisted of 150 
critical and emergency nurses working in teaching hospitals supervised by Kerman Medical University 
participated in this study. Emotional intelligence and organizational citizenship behavior questionnaire 
was used to assess nurses’ emotional intelligence and organizational citizenship behavior by available 
sampling method.  
RESULTS: The results showed that the mean age of the participants was 35 years. Most participants 
(94%) were females and belonged to the age group of 26-30 years. Overall mean score of organizational 
citizenship behavior scale was 88.21 (±10.4). In the organizational citizenship behavior categories, 
altruism mean score was higher than the other mean scores. Overall mean score of emotional 
intelligence was (121.08 ± 17.56). In the subgroups of emotional intelligence, mean score of the 
relationship management, was higher than the average of other factors. Pearson's correlation coefficient 
showed no significant relationship between emotional intelligence and organizational citizenship 
behavior (p ≥ 0.05). 
CONCLUSIONS: The study suggests that health care managers should organize systematic and dynamic 
policies and procedures in dealing with emotional intelligence and organizational citizenship behavior to 
assist critical and emergency nurses. 
KEYWORDS: Emotional intelligence, Oorganizational citizenship behavior, nurse, critical ward, 
emergency ward 
 




Several factors including emotional intelligence 
affect the efficiency of people. Organizational 
behavior of each person is also strongly influenced 
by emotional intelligence. Mayer, DiPaolo and 
Salovey (1990) introduced emotional intelligence 
as a set of social skills and abilities, distinct from 
rational intelligence (1). In the early 1990, the 
term emotional intelligence in the Mayer and 
Salovey's scientific literature is defined as the 
subgroup of social intelligence. That is including 
study of the feelings and emotions to distinguish 
between them, and the use of this information to
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guide reasoning and action (2). Salovey and 
Mayer (1990) introduced the concept of emotional 
intelligence as a set of abilities, in relation to 
emotions and emotional information processing 
(3). They defined it as a form of social reaction 
that includes perception, analysis and construction 
of specific behaviors for emotional content. The 
people who have the evolved emotional 
intelligence, in general, are more aware of their 
personal emotions, and can control and express it. 
It also has been shown that people with high 
emotional intelligence are more willing to have 
positive relationships with others, but less willing 
to have a negative interaction with close friends 
(4). Mayer and Salovey have divided the concept 
of emotional intelligence, in general, the four 
dimensions, although other models such as the 
five-component model of Bar-owen's are generally 
accepted. George (2000) and others (eg, Mayer, 
Salovey and Caruso, 1999) expressed the four 
dimensions of emotional intelligence hypothesized 
by Mayer and Salovey, as briefly as: 
understanding of emotions, integrity of emotions, 
knowledge about emotion, and emotion control 
(5). Mayer and Salovey (1995), defined emotional 
intelligence as the ability to process emotional 
information with more precisely and efficiently, 
including information relating to the identification, 
construction and adjustment of emotions in self 
and others. Dimensions of emotional intelligence 
include self-confidence, self-control, emotional 
awareness and empathy (6). Mayer and Salovey 
(1997) suggested four components for emotional 
intelligence which include knowledge, 
understanding, adjustment, and general 
intelligence (7). They defined the term as social 
skills including understanding and appropriate 
expression of emotions, emotions matched with 
future cognitive processes, understanding of 
emotions and their concepts for different situations 
and emotions managing (8). According to 
Boyatzis et al., (2002) emotional intelligence 
includes a set of emotions, social knowledge, and 
abilities that guides and strengthens our overall 
strength in the direction that we appropriately are 
able to respond to environmental factors and 
pressures, causing can improved performance in 
four areas, self-awareness (the understand to own 
abilities and express them), social awareness 
(knowledge than others, and understanding one’s 
abilities, and empathy), relationship management, 
and self-management (ability to adapt whit 
changes and solve personal and social problems) 
(9). One of the important factors that can lead to 
improvement of the quality of the behaviors, 
attitudes, and interactions of employees is 
organizational citizenship behavior (OCB). 
Organizational citizenship behavior is a set of 
voluntary behaviors, which does not count as the 
official duties of the person, but are done by them, 
and could lead to improved efficiency of tasks and 
organization roles (10). This term is defined with 
words such as good soldiers, arbitrary behavior, 
voluntary behavior, and the exit of the task 
behavior, which created a new movement in the 
organization vision, especially in the field of 
organizational behavior, which has a critical role 
in organizational efficiency (11). Batman and 
Organ (1983) presented the concept of 
organizational citizenship behavior to the world of 
science (12). They defined the term organizational 
citizenship behavior as off-duty activities of 
employees, which enhance the efficiency of the 
organization (13). Graham (1991) believed that 
organizations have the three OCB include 
organizational obedience, organizational loyalty 
and organizational participation (12).  
 Organizational citizenship behavior is a 
cautionary unique behavior, which directly or 
explicitly, is not recognized by the formal reward 
system; in total, it enhances the effective 
performance of the organization (14). Podsakoff et 
al (2000) designed a theoretical five-factor model 
which explains OCB including altruism (helping 
behaviors for supporting of personnel or the co-
workers who have work associated problems), 
conscientiousness (behavior that causes a person y 
to do more than what he is expected), courtesy 
(courteous manners which avoids creation of 
problem at workplace), sportsmanship (fair 
behaviors that avoid too much complaint at work) 
and civic virtue (it expresses behaviors of 
individual involvement in the activities related to 
the organization) (15). 
Willard (2006) assessed the relationship 
between emotional intelligence and adherence to 
combination antiretroviral medications in 
individuals living with HIV disease. They reported 
no significant relationship between the overall 
score, or the score of each factor of emotional 
Intelligence with the dependence on new drugs- 
combined consumption by patients with HIV (16). 




Refler (2004) examined the impact of the leader's 
emotional intelligence on employees' trust in their 
leader and employee-organizational citizenship. 
They concluded that managers who had high 
emotional intelligence had staff who showed high 
OCB (17). In a correlation study, Korkmaz and 
Arpac (2009) assessed the relationship between 
organizational citizenship behavior and emotional 
intelligence among 114 staff of Istanbul industries. 
They concluded that the emotional intelligence has 
a positive correlation with two components of 
organizational citizenship behaviors 
(consciousness and altruism). They stressed that 
emotional intelligence is an important factor for 
the effective leader. The leader’s emotional 
intelligence will be affected by the followers' 
OCB. (18). Aghdasi and Kiamanesh (2011) also 
found that only occupational stress has a negative 
indirect effect on organizational commitment and 
job satisfaction (19). In a study on more than 200 
employees in private companies, Guangling 
(2011) found that the sense of organizational 
justice has a positive predictive role on 
organizational identification. According to them, 
organizational justice definitely identifies the 
organization enhancement and organizational 
citizenship behavior. They explained that the 
organizational recognition plays the mediator role 
in the relationship between organizational justice 
and organizational citizenship behavior (20). In 
northern India, Jain and Cary (2012) reported a 
negative relationship between stress and 
organizational citizenship behavior. The results 
showed that stress has a significant negative effect 
on organizational citizenship behavior (21). 
Barriball et al (2011) assessed relationships 
between emotional intelligence and stress, coping, 
well-being and professional performance in 
nursing. They concluded that emotional 
intelligence is negatively correlated with well-
being, coping with problems, perceived nursing 
competence, and perceived stress (22). In Iran, 
Jafari and Bidarian (2012) examined the 
relationship between organizational citizenship 
behavior and organizational justice in science and 
research campus employees. They established the 
significant positive correlation between 
components of organizational justice and 
organizational citizenship behavior (23).  
Nurses, as part of manpower in health care 
organizations, are faced with many conflicts. 
Professional manner in these situations, emotional 
intelligence and mental health may lead them to 
good citizenship behavior. In other words, 
organization is one of the indicators that lead to 
improved employee performance. It may lead to 
the organizational citizenship behavior towards 
achieving its goals. Recognizing the relationship 
of these variables can have positive results in 
enterprise environments including hospitals, and 
leads to job development and quality of service. 
Few studies in the field of emotional intelligence 
and its relationship with OCB in nurses were 
conducted in Iran. However, the association 
between these two variables in nurses was 
ignored. Therefore, the present study is aimed to 
examine the relationship between emotional 
intelligence and organizational citizenship 
behavior in critical and emergency nurses in 
teaching hospitals supervised by Kerman Medical 
University in southeast of Iran.  
 
MATERIALS AND METHODS  
 
Design: This study employed a descriptive cross 
sectional design. Based on the calculated sample 
size, a convenience sample consisting of 150 
critical and emergency nurses participated in this 
study. 
Instruments: Data were collected using the 
demographic questionnaire consisting of 
emotional intelligence and organizational 
citizenship behavior scales.  Demographic 
questionnaire assessed such data as participants’ 
as age, gender, experience, education, 
organizational unit, and so on. Emotional 
intelligence was measured by the Bradbury-
Graves's emotional intelligence Inventory (2005). 
This questionnaire consists of 23 items 
categorized in four subscales: self-awareness 
(items 1 to 6), self-management (items 7-13), 
social awareness (items 14 of 20), and relationship 
management (items 21-28). Emotional intelligence 
score was the sum of these four sub-groups and 
ranged between 94 and 160. The highest possible 
total score was 115 with higher scores indicating a 
greater level of emotional intelligence. In a 6-point 
Likert type scale, responses ranged from 1 (Never) 
to 6 (Always). Reliability and Validity of the 
questionnaire was approved by Ganji (2006) in 
Iran. It was considered reliable (α 
Chronbach=0.90) and valid measure (24).  





To assess participants’ organizational citizenship 
behavior, the OCB (organizational citizenship 
behavior) questionnaire (Podsakoff, 2008) was 
used. This consisted of 24 items. The response rate 
ranged between 1 and 5 (1= disagree; 5= agree). It 
is divided into five components; conscientiousness 
(5 items), Sportsmanship (5 questions), courtesy 
(5 items), Civic virtue (4 items), Altruism (5 
items) (15).  
The overall OCB score was computed by 
summing responses to all 24 items. The range was 
between 24 and 120. Higher scores reflected a 
higher degree of OCB. In the Iranian context, this 
questionnaire was translated and used by Hoveida 
and Naderi in 2009. They reported that the 
reliability of the scale was 0.89 and that it had an 
acceptable content validity (25).  
Data collection and analysis: The questionnaire 
was accompanied by a letter including some 
information about the aim of the study which was 
handed out by the third author to 150 critical and 
emergency nurses who had worked in teaching 
hospitals, supervised by the Kerman Medical 
University in southeast of Iran. 
Confidentiality was kept by making 
participation. Data from the questionnaire were 
analyzed using the Statistical Package for the 
Social Sciences (SPSS). Descriptive analysis was 
made to determine the characteristics of the 
sample. A Kolmogorov-Smirnov test was 
conducted to indicate that the data were sampled 
from a population with normal distribution. This 
test indicated that the data were sampled from a 
population with normal distribution. Therefore, 
the correlation between emotional intelligence and 
organizational citizenship behavior scores was 
examined by the Pearson correlation coefficient. 
To compare emotional intelligence and OCB 
scores according to demographic factors (gender, 
level of experience, education, organizational 
units), one-way ANOVA and independent T-test 





Descriptive Findings: A descriptive analysis of 
background information revealed that the mean 
age of the participants was 35 years. Most 
participants (94%) were females. Most of the 
participants belonged to the age group of 26-30 
years. Most of samples (88%) had Bachelor's 
degree. Fifty-three percent had a work experience 
between 2 to 9 years; most of them (39.3%) 
worked in the ICU (Table 1).  
 
 
Table1: Participants demographic characteristics  
Variable Frequency Percent 
Age(years) 25  16.7 25 20ـ 
 30.00 45 26ـ  30
 28.7 43 31ـ  35
 12.17 19 36ـ  40
 8/7 13 41ـ  45
 3/3 5 46ـ  50
Gender               Male 9 6 
Female 141 94.00 
Education Diploma 13 8.7 
Associate Degree 2 1.3 
Bachelor Degree 132 88 
master Degree 3 2 
Work 
Experience 
 55.3 83 9 ـ 2
 25.3 38 17 ـ 10
18 ـ   25 26 17.3 
26 ـ    32 3 2 
Organizational 
unit 
Emergency 43 28.7 
ICU 59 39.3 
CCU 35 23.3 
Dialysis 13 8.7 




The mean score of organizational citizenship 
behavior was 88.21 (±10.54). The mean score of 
OCB components were conscientiousness 20.96 (± 
2.58), sportsmanship 11.77 (±4.53), politeness and 
respect 14.82 (±5.40), civic virtue 19.86 (±1.87) 
and altruism is 38.48 (± 3.63) respectively.  The 
maximum mean score belonged to the altruism 
category (Table 2).  
 
Table 2: OCB and EI scores 
 












OCB 88.21 10.54 
Conscientiousness 20.96 2.58 
I
,
 m helping to employees who have been absent. 4.68 0.88 
I spent  a lot of time for complaining about trivial 
problems 
1.96 1.25 
Sportsmanship 11.77 4.53 
I like to make a mountain of a straw.  3.10 1.45 
I do not create unnecessary interruptions in the work. 1.80 1.19 
Courtesy 14.82 5.40 
I do not abuse of the rights of others.  4.84 4.64 
I most emphasize on the negative aspects of owns 
work to the positive aspects of it.   
3.22 1.37 
Civic virtue 19.86 1.87 
Notes, announcements and… of the organization read 
and would be protected it.  
4.79 0.58 
Often in what the organization is doing, I find flaws. 1.52 1.10 
altruism 38.48 3.63 
I'm squeak wheels often require greasing as a perfect 
example. 
4.78 3.33 











 EI categories  
EI 12.08 17.56 
Self-awareness 26.73 4.55 
You have confidence in your abilities.  4.80 1.00 
Hardships that you face, you have a role. 3.93 1.22 
Self-management 28.51 5.35 
Can be counted on you. 4.76 1.05 
you tolerate disappointment without discomfort 3.32 1.43 
Social awareness 30.4 4.31 
You understand the feelings of others.  4.56 1.01 
When you get upset do things regret you later. 3.96 1.26 
relationship management 35.80 9-06 
You Show others that what you feeling, it is important 
to you. 
5.00 5.11 
You directly face with others in difficult situations. 3.70 1.31 
OCB: Organizational citizenship behavior,                   EI: Emotional Intelligence 
 
OCB score grouped into three categories included 
low (55 to 24), moderate (56, 87) and high 
(88,120).  More than half of the participants (52%) 
had average organizational citizenship behavior, 
and 48 %t belonged to the high category of 
organizational citizenship behavior (Table 3).  
 





Table 3: OCB Scores  
percent OCB level OCB score 
52% High 88 –120 
48% Average 56 – 87 
0% Low 24 – 55 
OCB: Organizational citizenship behavior 
 
Total mean score of emotional intelligence was 
121.08 (±17.56). The mean scores of emotional 
intelligence components were respectively self-
awareness= 26.73 (±4.55), self-management= 
28.51 (±5.35), social awareness= 30.04 (±4.31) 
and management of relationships 35.80= (± 9.06). 
Therefore, the highest mean score belonged to the 
management of relationships category (Table 2).  
Also, emotional intelligence categorized into three 
groups included low (28 to 74), moderate (75 to 
121) and high (122 to 168). About 43.3% of 
participants were in high category of emotional 
intelligence, while 55.3% were in the moderate 
group and 1.3 percent belongs to the low group 
(Table 4).  
 
Table 4: EI Scores  
 
percent EI level EI score 
43.3% High 122 –168 
55.3% Average 75 –121 
1.3% Low 28 – 74 
EI: Emotional Intelligence 
 
Correlations between emotional intelligence 
and OCB scores: A significant positive 
correlation was found between the mean score of 
OCB and all category of emotional intelligence (p 
< 0.001). Also Pearson correlation coefficient 
showed a significant positive correlation between 
the conscientiousness category of OCB with self-
management (p < 0.001), social awareness (p 
<0.05), and management of relationships (p 
<0.001) categories of emotional intelligence 
respectively (Table 5).  
There was a significant positive correlation 
between sportsmanship category of OCB and self-
awareness (p < 0.05) and self-management (p < 
0.001) categories of emotional intelligence. A 
significant positive correlation was also found 
between the mean scores of civic virtue category 
and OCB and self-management (p < 0.05).  
According to the Pearson correlation coefficient, a 
significant positive relationship was found 
between courtesy category of OCB and self-
management (p < 0.001), social awareness (p < 
0.05) and management of relationships (p < 0.05).  
A significant positive relationship was also 
observed between altruism category of OCB and 
self-awareness categories of emotional 
intelligence (p < 0.05) (Table 5).  
Pearson correlation coefficient showed no a 
significant relationship between emotional 
intelligence and OCB total scores (p ≥ 0.05). A 
significant correlation was found between total 
score of emotional intelligence and organizational 
citizenship behavior subscales (conscientiousness 
(p < 0.001), courtesy and respect (p < 0.001) and 
altruism (p < 0.05).   There was a significant 
negative relationship between sportsmanship 
category of organizational citizenship behavior 
and total emotional intelligence (p < 0.05) (Table 
5). 
 
Table 5: Relationship between EI and OCB  
 
 OCB (overall) Civic virtue Sportsmanship altruism Courtesy Conscientiousness 





















OCB: Organizational citizenship behavior,   EI: Emotional Intelligence, *Pearson correlation is significant 
at the level of p≤0.05 * and p≤ 0.001*** 
 
Correlations between emotional intelligence 
and OCB scores with demographic information  
 
According to the one-way ANOVA test, a 
significant correlation was found between self- 
management category of emotional intelligence 
and age groups (p = 0.04) and work experiences 
(p= 0.002) respectively.  One-way ANOVA test 
also revealed a correlation between civic virtue 
category of OCB and education (p= 0.003) (Table 
6).  




Table 6: relationship of demographic variables with OCB and EI Scores  
 



















Independent  ـ 
samples T 
Test / p-value 
OCB P = 0.52 P = 0.41 P = 0.63 P = 0.39 P = 0.66 
Conscientiousness P = 0.1 P = 0.84 P = 0.18 P = 0.06 P = 0.95 
Sportsmanship P = 0.23 P = 0.51 P = 0.95 P = 0.84 P = 0.77 
Courtesy P = 0.69 P = 0.77 P = 0.71 P = 0.16 P = 0.9 
Civic virtue P = 0.19 P = 0.003
*
 P = 0.23 P = 0.76 P = 0.3 
altruism P = 0.66 P = 0.5 P = 0.63 P = 0.81 P = 0.59 
EI P = 0.18 P = 0.61 P = 0.09 P = 0.83 P = 0.25 
self-awareness P = 0.08 P = 0.26 P = 0.16 P = 0.62 P = 0.062 
self-management P = 0.04*
 P = 0.61 P = 0.02*
 P = 0.74 P = 0.22 
social awareness P = 0.05 P = 0.48 P = 0.07 P = 0.52 P = 0.47 
relationship management P = 0.9 P = 0.68 P = 0.68 P = 0.97 P = 0.96 
OCB: Organizational citizenship behavior,    EI: Emotional Intelligence,  *Pearson correlation is significant at the 
level of p≤0.05 
 
DISCUSSION   
 
Based on the findings of the present study, the 
mean score of altruism category of OCB was 
38.48 (±3.63), which was higher than the other 
categories. This is consistent with the results of 
Yazdani et al’s (2011) and Hajali and Salimi’s 
(2012) studies. They also reported that the average 
score of altruism is higher than the average of 
other dimensions (10, 26). However, some studies, 
i.e, Salazhi et al (2011), Korkmaz and Arpac 
(2009) and Khalesi et al (2009)) found 
inconsistent results (27, 18, and 28). In Tehran 
(Capital of Iran), Khalesi et al (2009) in a 
study on health care workers of Tehran University 
of Medical Sciences, showed that the highest 
mean score belonged to the sortsmanship 
dimension (27). Salazhi et al (2011) and Korkmaz 
and Arpac (2009) showed that, mean score of the 
courtesy category was higher than the other 
dimensions (18, 28). The difference between the 
findings of this study from studies mentioned 
above is probably because of differing populations 
and type of organizational culture. 
Nurses are the first people who deal with and 
are responsible for their patients. They endure 
their workload. In such circumstances, altruism as 
an additional treatment for members of the 
organization in relation problems may be more 
important.  
Mean scores of emotional intelligence subgroups 
also showed that the highest mean score belonged 
to the subgroup of relationship management. 
Researchers have not been able to find consistent 
findings in this field, but it can be said that a high 
score in this category is because of the high scores 
in the self-awareness, self-management and social 
awareness. In contrast, in Iran, Asadi et al (2011) 
and Delpasand et al ( 2012) showed inconsistent 
results (29, 30).  In a study on a public library 
staff, Asaadi et al (2011 ) reported  that self-
awareness dimension had higher mean score (29).  
Also, Delpasand et al (2012) reported that the 
nurses working in intensive care units supervised 
by the Tehran Social Security obtained higher 
score in self awareness dimension (30). The 
contrast in findings could be caused by differences 
instruments, sample sizes, and characteristics.  
According to the findings of this study, there 
was no significant relationship between overall 
score of emotional intelligence and OCB. A 
significant positive correlation was found between 
organizational citizenship behaviors subscales 
(conscientiousness, courtesy, respect and altruism) 
with total score of emotional intelligence. There 
was significant negative relationship between the 
average scores of sportsmanship aspects of 
organizational citizenship behavior and total score 
of emotional intelligence. However, we did not 
find a significant relationship between emotional 
intelligence scores with aspects to civic virtue of 





organizational citizenship behavior. These results 
are consistent with findings of study conducted by 
Asadi et al, on public library staff. They reported 
that there was a significant relationship between 
emotional intelligence and each of the dimensions 
of organizational citizenship behavior (30).  
Another finding of our study was significant 
positive correlation between the mean score of 
OCB with four aspect of emotional intelligence. 
These findings are consistent with Asaadi et al 
(2011) study. They also showed that all the four 
dimensions of emotional intelligence are 
significantly correlated with organizational 
citizenship behavior, and the correlation value is 
also acceptable and appropriate (30).  
The result showed a significant positive 
correlation between conscientiousness category of 
OCB and three categories of emotional 
intelligence (self-management, social awareness 
and relationship management). Another finding 
was a significant positive correlation between 
sportsmanship aspects of organizational 
citizenship behavior and self-awareness, self – 
management.  Also, significant positive 
correlation was found between civic virtue of 
OCB, with self-management. These results are 
inconsistent with findings of earlier studies due to 
use of different questionnaires of organizational 
citizenship behavior and emotional intelligence 
(18, 31). Researchers have not found similar 
study, which have examined the relationship 
between each dimensions of organizational 
citizenship behavior and aspects of emotional 
intelligence.  
A significant relationship was found between 
self-management aspects and work experience and 
age. A similar study was not found. However, 
Hatamgooya et al (2010), using Bar-owen's 
emotional intelligence questionnaire, showed that 
there is no significant relationship between 
emotional intelligence and demographic 
characteristics (32). It can be said that, with 
increasing age and experience and ability to adapt 
with changes, personal and social problem solving 
also increase. Results of this study showed a 
significant relationship between civic virtue and 
education. It means participants with   
postgraduate educational level had a higher rate of 
civic virtue behavior than those with other level of 
education. A similar study was not found. 
However, it can be said that, whenever is higher 
one's level of education, a sense of responsibility 
towards the organization will grow. Therefore, 
civic virtue as an expression of behaviors of 
individuals involving in activities related to the 
organization goes up.  
Our findings indicated that there was a 
significant relationship between some categories 
of emotional intelligence and OCB. The results 
also showed a significant relationship between 
self-management category of emotional 
intelligence and work experience and age. Civic 
virtue category of OCB also correlated with 
education. Nurses, as part of manpower in health 
care organizations and are faced with many 
conflicts. In these situations, professional manner, 
high emotional intelligence and mental health may 
lead to good citizenship behavior in them. 
Therefore, it is suggested that the health care 
managers should organize systematic and dynamic 
policies and procedures to deal with emotional 
intelligence and organizational citizenship 
behavior to assist critical and emergency nurses.  
Since emotional intelligence questionnaire 
Bradbury- Graves has been used in a few studies, 
it is suggested:  
1. Further studies should be conducted on the 
relationship between emotional intelligence and 
organizational citizenship behavior using of this 
questionnaire in different nursing communities. 
2. Organizational citizenship behavior categories 
should be used to evaluate the performance of 
nurses in order to improve the patient care and 
their relationships with colleagues.  
3. A continuing educational program in the field 
of organizational citizenship behavior and 
emotional intelligence could be deemed somehow 
helpful among all hospital staff, faculty and 
students.  
Our study has several limitations. The sample 
of participants which is not representative of all 
critical and emergency nurses could deteriorate the 
generalization of the findings. Use of self-report 
questionnaire may lead to an overestimation of 
some of the findings due to variance. Another 
limitation is limited time that participants had to 
fill in the questionnaire. To reduce these 
limitations, the third author asked participants to 
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